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FOREWORD

Without labor market skills, youth cannot become economically self
sufficient. The skills youth initially bring to the labor market are
generally acquired.through public or private training in education institu
tions. The effectiveness of these training institutions depends in large
part on their ability to remain current with the demands of the labor market
and to translate these demands into programs that provide graduates with the
skills needed to obtain jobs. Youth unemployment can result when there.is a
discrepancy between the training youth receive and the requirements of em
ploYers. It is often asserted that training institutions are slow torespond
to emerging shortages in particular fields, and slow to terminate trafhing
programs tor occupations that are in surplus. It also has been argued that
even when schools target on an occupation that is in great demand, they often
tail both to teach the relevant skills in a realistic setting, and to instill
the work habits that are essential to success on the job.

The Patterns of Linkage Project investigated the assumption that link
ages between training institutions aipd employera can reduce discrepancies
between training and employer-demands-, and hence increase the employability
of youth. 'The working hypothesis of the Project was that linking employers
44pre closely to training programs contributes to: (1).better alignment of the

and attitudes of highrisk youth with the demands of employers, and
(2) improved employment opportunities for youth.

Professor Charles Knapp of George Washington University served as a
consultant tor this study. His guidance and support assisted the staff in
working with CETA organizations across the country. Gillian Hunter, Graduate
Research Associate at the University of Wisconsin, assisted in the design of
survey instruments and in conducting site visits. Appreciation is also ex
pressed to the National Institute of Education for sponsortng the work and to
Warren Simmons, who served as Project Officer.

We are grateful to the following individuals, who provided insightful
critiques of the study; Henrietta Schwartz, Dean of the School of Educa
tion, San Francisco Sta4e/University; Beatrice Reubens, Senior Research
Specialist, Conservation,of Human Resources, Columbia University; Lana Wertz,
Director, Equal Oppo-rtunity, Aetna Life Casualty; and William gtooks, Direc
tor of Personnel Planning, General Motors Corporation.

The surveys discussed in this report could not have been completed
without the cooperation of over two hundred people who were interviewed or
prOvided valuable information.

Finally, The National Center for Research in Vocational Education wishes
to express its appreciation to the staff members involved in.this project.
Michael Crowe and Deborah Coleman directed the study, with assiitance from
Larry Hotchkiss, Linda Lotto, Lisa Chiteji, Lynn Brant, Roger Allton, and



Bill Stevenson. The study was eonducted in the Research Division of the
National Centerdwith assistance from Associate Director John H. Bishop, who
provided directilbn for writing 'interview protocols, analyzing data, and

'writing the,report. Special thanks go to Vera Mueller, Jacciiie Masters, and'

Cathy Jones for carrying out the technical production of the report. Editing

was provided by Constance Faddis of the Editorial Staff.

Robert E. Taylor
Executive Director
The National Center for Research

in Vocational Education
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&AFTER I

INTRODUCTION

An issue of great concern in this country is how best to achieve

effective collaboration among rbose who train workers and those who employ

workers. The diversity and complexity of the nation's,training systems make

it difficult to plan for a more effectrve delivery system. A review of the

history ot federal eftorts to promote employment and training notes that%

..,the attempt to develop a comprehensive employment a d training

policy was increasing competition for federal dollars among the

very organizations from whom coordination t:as deem. desirable.

Decentralization led to diversification and as more agencies 'be-

come involved, (to) more competition. The delivery system became more

complex. (kiffe1 ,-198I, p. 13)

In the debate over the proper role of various training institutions, one

of the pivotal topic areas is how employers and training institutions can

better abKk together to increase the employability of trainees. For the

purpoSes- of this study, linkage includes both formal and informal ariange

ments betweeka training institution and a private sector employer. Con-

ditions and Oiactices that increase the likelihood that information will be

exchanged between employers and training institutions also.indicate linkage.

The importance orsuch linkages for improving the delivery of training

is exemplitied by the emphasis in federal legfslhtion placed on developing

closer collaboration between private sector employers and training providers

runded through the Comprehensive Employment and Training Act (CETA) or

Vocational Education (P.L. 94-482). This importance is also revealed in

major policy reports, such as the Carnegie Council on Policy Studies in

Htgher Education (1979) and the National Commission on Youth (1980), es-

tablished by the Charles F. Kettering Foundation. These reports have

emphasized the impprtance of developing closer collaboration between /he

public vocational training establishment and the business/industry..com-

munity.

The purpose of Ois study was to examine and describe patterns of

linkage (between training institutions and private sector employers. A

pattern of institutiohal linkage constitutes the range of activities and

conditions through whith instituttons assess the performance requirements,

work norms, and occupational needs of employers. A pattern of employer link-

age depicts the range of activities and conditions through which employers

seek to influence the choice of occupational training programs, curricula

and training environments provided in an institutional setting-. By looking

at patterns of lintage tither than at singular linkage activities, overall

strategies Tor relating 4Mployers to different kinds of training environ-

ments begin to emerge.

Because oi the diversity of the training sector, the study was broad in

scope. The programs studied were selected to include both CETA and non-CETA

ii



tunding sources. A variety ot institutional settings (public secondary,
public postsecondary, proprietary, and community-based organizations) were
selected to be included in the study. This categorization of institutions
retlects the legal funding and governance structure of the organization
(i.e., public secondary or postsecondary, private for profit, and so forth).

In order to investigate patterns of linkage, as opposed to isolated
linkage arrangements, a three-level study framework was employed. Types of
linkage arrangements and related institutional and program information were
examined in regard to institutional planning, training, and placement/em-
ployment activities. Institutional planning activities include aelecting
personnel to staff a training institution, determining which occupati 1

programs to otjer, and determining entrance crite4a and other conditi ns fon
_training. Training activities relate to curriculum content, instructional
materials and equipment, and maintaining a learning environment. Employ-
ment/placement activities are activities orbented toward moving the graduate
from training to emplevmeht.

The remainder ot the rep.ort is organized' into four additional chapters.\-

Chapter 2 describes the data collection procedure for the two major re-
ciearch procedures--a training institution survey and an employer survey.
Chapters 3 and 4 respectively present the results of the training insti-
tutions survey and the employer survey. Chapter 5 raises questions for
tuture study.

2
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CHAPTER II

DAtA COLLECTION

The study design for the project included two major data collection

procedures--a telephone stiltvey of,training institutions and a telephone

tirvey of employers. On-site intgrviewing, conducted in six of the ten

cities, was used to enrich and verify daea collection by telephone,

Program Sample Selection

The program selection procedure was a five-step process. ,The -first step

.in/Olved identifying cities that included both CETA and nOn-CETA training,,

prdkrams, and cities in which'the CETkprime apbnlors and'Orivate industry

councils (PICs).oPerated separately from each other. Separate PICs and prime

sponsors wete selected eo make-it possible to analyze the PICsi which are

explicitly designated by federaPIegislatien to promote linkage With private

sector employers. A phone survey of ninell.S. Department of Labor regional

PIC coordinators resulted in a list of sixty=bight such cities.

..

The next step in die program selection procedure was to select two

occupational areas in which similar entry-leVel training was being provitded

in the variety of -institutional settings being utilized in the study. The
,

twq occupational areas Selected were machine trades and clerical skills.

-i'-Prelimipary .data analyais from five cities showed that training for the

machine traded is a specialized process. Therefore, data gn the machine

trades were not collected for institutions in the other five cities.

,

Through phone interviews with:the prime sponsors and PIC staff, eight

Cities Were identified that ilad separate PIC and prime sponsor staffe and '

i
-.

also had either machine trades or clerical programs in the-variety of in-

stitutional settings examined in'the study. Two additional cities lhat

afforded the opportunity far on-site interviewing on a rePeatbasis were

added, making a total aample of een cities. Using information obtained from

interviews with ,local,ataff members and from a review of the institutional /
directories, a 'total of eighty-one candidate institutions were identified.

Since a particular interest of the project was hard-to-empioy youth,\ the

.
number, Of candidate institutions was urther reduced to those that enrolled

at least 25 percent, of youth who were: (1) economically.disadvantaged,:(2)

members of minority-groups, or (3))ligh school dropouts or marginal achievers

I1
i high schools. -Estimates of these criteria were obtained through phone

terviews with the executive directors V the eighty-one candidate institu-
.

tions.

'The final,step in the program selection-process was to identify those

training institutions willing to participate in the study. This process for

identifying training programs resulted in a sample of forty-eight training,

programs in fifty-nine institutions across ten citigs. The detaileclinfor-

mation concerning the resuits of programs selection procedures are presented

in figure 1.,
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Employer Selection'
( 4"

,
,

The'institutional interview, aiked for the names of employers who were'
serving on:an advisory committeg 'tO the organfzation; and'for the names of.
emPioyers who were members of an, advisory COMmittee, for the machine trades

and clerical occupations. From thes'e:names, forty.employers were chosen'and

interviewed% Several schools chose not,7tO provide theselnaMes and still

others did not have an advisory:committee, structure.: Therefore, the forty
employers represent those employers who were recommended,and Who agreed to,

,

the interview.

44°Dj

"
FIGURE I. Numher: of ifralning,progroms by-city, type of
institution, and funbing sources included in this study

,

,

. Type of Tra ning Institution

City

.

Funding
Source .

Public
Secondary

Public
Postsecondary

Proprietary
' Degree
Awarding

Proprietari
Nondegra,
Awarding C80

.

Conprehensive
High School

.4. .

.

Other

A Non-CETA, , I 1
ib,d

Prime Sponsor 41),

PIC '

..
, '

, .
.

Non-CETA 1
. t 1 lc (Jos Touncil)b

,8 Prime Sponsor ' '
.

.
,

C Non-CETA _

Peime "'
,

,

,
0.14 (CETA
Skitls Center)

PIC
.

.

.

D Non-CETA 1 ,f I

Prime Sponsor
-

. , fi ,

PIC .
, If ,If

.,

E Non-CETA le ' - le 1

.

Prime Sponsor i t

.
'lb

PIC Is Advisorf

F Non-CEfA I

Prime 'ponsor,
_

.
I 3 I

,

PIC
, -

G ' Non-CETA .1 2 1 1 2

Prime Sponsor _1
)

.

.

PIC J -4

H Non-CETA .
1

Prime Sponsor
o

.

PIC .

P41
Non-CETA

.

1 I
, 1

,

Prime Sponsor '

PIC I

J Non-CETA 1 1 1

Prime Sponsor,

_PIC v

,

.

NOTES: eValues le cells represent the number of training programs for which there is some Information.

eDifferent programs, but In same Institutions.

tAithough the PIC supports about one-third of'the trainees, for purposes of this analysts, the program was
' classified as non-CETA funded since there was no special consfderbtfon,given PIC-sponsored trainees.

eThis program has traineeS sponsored by prime Sponsor and PIC.

eho training program Information for this program.

fNo executive director information for this program.

SMochine trades training program; all others are clerical training programs.
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The Selecteon of Respondents
,

A telephone interview was selected as the primary data collection ,

'strategy. In addition, a small number of follow-up, on-site interviews were

conducted. The on-site interviews served to Yerify the information obtained

from the phone interviews and providehe opOttunity for in-depth probing

of issues related to institutiRnal linkage,.

According to the conceptual approach of looking at linkage as communi-

cation brought to bear on three functions (i.e., institutional planning,

4training, and placement/employmentY, pho interviews wete conducted with'

the executive director and with the follo s pensodnel of...each institution:

(1) admissions or intake officers, (2) trainerand (3) placement officers.

Ifan institution offered a separate 'course or Set of actiyities designed to
help' trainees get a job, the instructor of this'activitity was also inter-

viewed. In some institutions, each of these fuhctions was performed by'a

different individual; in other institutions, one individual served in.more

than One role. Data collected-from'an individual who performed several

were counted each time data for that role was considered.

The executive director of the institution was intervjewed first. At the

end of that first interview, the executive director was asked to recommend a

staff member in each of the above noted functions (admissions, and so forth)

who could participate in the interviewing process.

Instrument Develohm&kt
F

Selecting an operational, definition for linkage was.the initial task in

the development of the telephone interview questionnaire. It was determined

'that a definition that incorporated a variety of perspectives should be used.

As a result, the final definition viewed linkage as communication of knowl-

edge and institutional response to the demand for workers, as indicated by

the labor supply and demand model. Linkage was viewed as a means through

which communication occurs about the hiring needs, practices, and standards

of employers, and the capabilities and capacities of training programs.

Linkage takes place at' both institutional and program levels. Informa-

e tion and experience acquired through linkage is used in decision making for

threequnctional areas:. (1) institutional planning, (2) training, and (3)

employment/placement activities. Institutional planning includes determin-

ing occupational areas or training, selecting training personnel, establish-

ing criteria for admissions, and establishing overall 'policy-. Planning for

training includes determining specific skills to be taught, developing train-

ing materials, delivering training, and providing a training environment.:Lor

learning the job. Employment or placement includes all aotivities designed

to move the student from school to paid emptoyment.

As a second step, an interview queStionnaire of approximately 100 items

based on each of the three perspectives was prepared. The items were claas-

ified according to which person in the training institution could best re-



,

spond to the itemp the,ciontent of the' response, howthe iIem Wodid beeyal,
uated by respondents in different institutiont, and WA'at_otfierjtypes of
information would be.4elated tp the:item. .A preliminary intePiew questiob-,
naire was developedi.and field-tested. In Indiapapolie, Indianaand Columbus,
Ohio. Based on these field testf, -a final,qaestionnaire wa'scOnstructed.
The instruments used'in the study appear'in'a separate 'doautho'n.t4:Tetchnical
Appendices.

Becauge of
should be noted
ferent interpret

the'diversity among training ,inititutions aod.:prokrams, it
that similar_ responses across.instituttont ilurp require dif-
ations according' to local conexIs.'

The'employer interview 'was devefoped to obtainAhe etployer perspeotive
on those questions from the institutional interview-:that asked how employers- -
contribute to activities both at the institutionallOveX and at the program
level. In this way, the employer survey could- be tsed=to.validaterhe an-

swers and perceptions of training institutpn prsonnel, as well as provide
.interprerations, of the relative significance op'these 'activities as seen from
an employer point of view.

r"
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CHAPTER III

RESULTS OF LNTITUTIONAL SURVEY

A total uf forty-eight training programs in'fifty-nine institutions were
included in the'institutional survey.-. The resultd of the survey, along with
the follow-up information obtaihed in the on-site interviews are summarized
in this chapter. The first section describes the participating institutions
included kn the saMple. The description is framed in terms of the major
typIg ot institutions (public secondary, 'public postsecondary, and so forth)
inCifted in the survey and variations within categories in eprealment program
otferings and staff size. A discussion of.the use of advisory committees
follows. A third section presents the types of linkage arrangements devel-
oped between the various types of training institutions and the business/
"industry community. Fourth, relationships among measures of ltnkage and
characteristics of the programs 'aVe presenteC. Chapter 4 will ,present data
from the telephone survey of forty emplo rs who served as advisory committee
members to ilistitutions_i the study.

A

Institutional Context
Vie

Institutional Capacity

Figure 2 displays the fifti-hine institutions categorized bylegal'
tunding and governance structure (i.e., public secondary.or postsecondary,
private for profit, and so forth). These broad cathories differ in size,
purpose of the organization, and scope of program offerings. The category of
secondary institutiocks includes vocational,high schools,'area vocational-
technical schoolst and adu/t skill centers that are governed by local boards
of education.

1

F I oure 2. Number of Institut Ions surveyed

Type of I nst itut ion
Pr ime Sponsors

Pr ivate I ndustry Councils (PICs)
Pub I lc Secondary

Pub I ic. Postsecondary

Propr ietary
Commun I ty-based Organization (CBOs )

Comprohens lye H igh Schools

70 fa

7

4

Number

7

6

8

11

11

11

3

2

59
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The sizes of the institutions in the sample, as measured by the number
of full-time professional-staff and the number of occupational coUrses are
displayed in table' 1. For all classifications of institutions, with the

-.exception of PICs, the range in the number of full-time staff and in the
number of Occupational prOgrams is considerable. Considering the more
targeted and limited mission of community-based organizations (CB0s) and
proprietary schools, it is not surprising that these eighteen institutions

'offer the fewest programs. In revieiring the sizes of the public secondary
and postsecondary schools, some caution is in order. The very small insti-
tutions tend to be inst4utes or divisions operating somewhat independently
of the patent organizations but whose staff are on the payroll of the larger
organization.

TABLE 1

NUMBLR OF FULL-TIML. STAFF AND OCCUMAIONAL PROGRAMS

% BY TYPE OF INSTITUTION

.

Type of '

N

Number, of.,

Full-time Staff. .

in Institutions

Number of Occupational
Programs Supported
Offered b

or
Institutions

Range
.

Median Ran MedianPrInstitution

me Sponsors 7 16-240 59 1 32 14

PlUs 2-25 4.5 3L20 11.5
,

Public Secondary_ 8 5-100
_
60 40-25 16.5

Public Postsecondary 11 3-560 200 / 1-90 44

Proprietary 10 3-75 '1' 15 1-13 8

CBOs 8 16-100 30 3-12 5

romprehensive
High Schools 3 11-88 ,39 14-20 17

N Number of Institution% for which this data is available

Table 2, which shows the number of trainees by sex, ethnic group, and
age, further demonstrates the differences in enrollment and demographic
characteristics ot clientele for institutions within the same classification.
Since institutions were selected on the basis of their having at least 25
-percent disadvantaged students and 25 percent under the age of twenty-five,
the variation across institutions was constrained.

Figure 3 shows the numbers of each type of institutiod that receive CETA
funds for training. CETA-funded training,programs include programs selected
by the prime sponsor (Title VII) and/or the PIC (Title II B). Information on
whether institutions receive funding under other CETA Titles was not collect- '

ed., In many cases, the prime sponsor and the em support either the same
training program or similar programs in rhe same'institutions. Often, the
prime sponsor or PIC merely purchases slots (i.e., pays the tuition for CETA-
eligible persons to attend class). 'One-third of the total sample of programs
studied reside in institutions receiving CETA Title va and/or Title II B
monies. Halt of the CETA-funded programs are in CBOs and a third are in

8

1 8



9

: TABLE 2

DEMOGRAPHICS OF CURRENTTRAINING CASS-FOR EACH INSTITUTION
BY TYPE OF INSTlTNTION

r.

. ,

Type of Training
InStitutions

.

Total
Number of
Trainees

c', v Percent of Jrainees
..

Sex. Ethnicit Ar
.

.'0

Male
-t

,

0

10,

80
85

50

FemaleWBHC
.

.

100

90
20
11

56

50

15

70

77

60
50

50
80
30
29
4a

.50

0

5

0
0

o
0

O.

O ,
0
0

o

0

Under
25

100
25
100
100

, loo

N00

.

.

.

pver
25

0

75

0
0

o
0

MD

,

Public '

Secondary:
A
t
cc
6d

Ed
Gd

,

18
'

100

'40

559

477
MO

Public
Postsecondary:

A
B
b

Cc
-

Dd

Ed

Ed

Gd

H
d

I

.

30

21

36

285-300

1,419
8,200

MD
ND

t

10

4

97

DK

87
45

''

q

90
96
3

13

55

.

60
4

94
,

75

40
96
3

25

0

0
3

,

0

0
0

DK

0

.

50
80
70
100

0

50
20
30
0

100

MD
MD

Proprietary:
Ab
fi

C
D

Eb
Fd
Gd

d
d

I

d

35
30

,19,
15

100
350

215
76
MD

6
0

5

13
5

25

20
19

,

94

100

95
87
95
75

80
81

,,e37

6
70

7

67
50
DK
87

82
20
58
13

20
50

12

12

0
5

33

7

0

1

0
10

0

47

6
0

DK
0

60
90
95
100

40
95

60
75

.

:

40
10

5

0

60
5

40
25

MD

CBOs : _.

Ab
B
cbc
Db

L

Fb
. 6 d

.. Hd
Id

jd

19
A 5

22

76

25
50
MD

266
70-80

PU

11

7

91

32
0

30 ,

MD
75

89
93
9

68
100
70

25

21

7,
90
17

68
14

10

,.

37
79
10

9
32

28

80

16

7

0

73

0
0

10

26
7

0

1

0

58

a

47
80
50

80
80
lob

50

53
20
50
20
20
0

MD
MD
50
MD

Comprehensive
High Schools:

Ad
Eid

cd

250
1,200
1,441

40
58
49

60
42

51

30
70
0

50
30

. 0

10
0

0

10
0

0

100
100

100

0
0

0

a Data for five classes are missing- c = Machine trades occupationa programs
b = Represents CETA-funded programs d = Clerical/secretarial occupationalprograms
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proprietary schools. The relatively high use of CBOs is consistent with their
purpose and role in the community os explained by Riffel (1981). That there
are only two CETA-funded programa in the public secondary and postsecondary

- institutions reflects a lower utilization-of these institutions than is found
11in most situations. In considering this distribution, it should be noted

that the programs studied are predominantly clerical and are therefore easily

J
set up in a CBO or proprietary school.setting.,

I.

$ e,

' I

Figure 3. Number of training progrnms by type of institution and funding source,

NonCETA CETA

Public Secondary 7 1

Comprehensive High School - 3

Public Postsecondary 10 1

Proprietary 10 3

CBOs 4 6

Others 2 ; 1

,Total k...) 36 12

Private Sector Experience of Institutional Personnel

Prior private sector work experience of personnel who direct the in-
stitution or who are trainers, admissions *staff, or placement personnel is
thought to be a facilitator of linkage. Tables 3, 4 and 5 show the percent-
age of executive directOrs, trainers, admissions persbnnel, and placement
statf who held related jobs in the private sector before taking their current
positions. Fifty percent of the directors of proprietary schools and of CBOs
previously managed a business or had been a personnel manager. On the other
hand, 100 percent of the instructional staff in public secondary schools,
CB0s, and comprehensive high achools had private sector work experience in
the field in which they are teaching. Over half (57 percent) of admissions
statt from CBOs had private sector work experience, whereas 75 percent-of the
stall on public postsecondary schools had this experience. A somewhat higher

Total

8

3

11

13

10

.3

48

1

fA.BLE 3

EXECUTIVE DIRECTORS' PRIOR PRIVATE SECTOR WORK EXPERIENCE
BY TYPE OF INSTITUTION

a

Type of Institution N

Percent of Executive Directors
Who Managed Businesses or

Had Been Personnel Managers

Prime Sponsors
,

PICs

Public %econdary

Proprietary

CBOs

Ccmprehensi.ve,High Schools

7

6

11

10*

8

3

14%
.

,

33%

36%

50%

50%

0%

r

TOTAL 45 36%

N . Number of Executive Directors
1')

u

1
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11%

percentage of placemeot .staff of public secondary schools had private eector
experience'than had comparable staff in other types of institutions.

TABLE 4

PRIOR FR1VATE SECTOR WORK EXPERIENCE OF PRCGRAM PERSONNEL
BY TYPE OF TRAINING INSTITUTION

,

Type of
institution N

Percnt Trainers
with Supervision
or Occupational
Experience N

Percent Intake or
Admissions Persons
with Personnel or
Private Sector
Job Experience N

Percent Placement
Persons with

Personnel or Other
Prlyate Sector
Job Experience

Total Percent
of Persons with
Private Sector

Work Experience

Public
Soopndary 8 100% 6 67% 5 80% 64%

Public
-Postsecondory 9 89% 6 75% 7 71%. 79%

Propiletary 13 77% 9 76% 9 , 78% 77%

CElOs 8 00% 7 57% 7 71% 77%

Commotions Ivor

High Schools 1 ' 100% 0 0 1 100% I 100%

TOTAL 41 90% 40 70% 29 76%

Table 5 presents this same data for institutions grouped as CETA-funded
and non-CETA-funded. For trainers, admission staff, and placement persons, a
higher percentage of staff from CETA-funded organizations had prior private
sector work experience.

TABLE,

PRIOR PRIVATE SECTCR WORK EXPERIEhCE OF TRAINING INSTITUTION PERSONNEL
BY CETA-FUNDEO NO NON -CETA-FUWED PROGRAk6

Funding
Sourc

t

N

Percent Trainers
with Supervision
or Occupational

Experience

.

No

Percent intake or
Admission Persons
with Personnel or
Private Sector
Job Experience No

Percent Piecemeal
Persons with

Personnel or Other
Private Sectcr
Job Experience

Totol Percent
of Persons with
Private Sector

Work Experience

CETA-funded 12 831 9 895 9 67% 80%

Non-CETA-
funded 36 75% 23 52% 20 57% 63%

TOTAL 48

.

77%
__

32
.

63% 37 595

N Number of occupationel programs

N° Number of occupational progreme reporting date

Advisory Committees

Including private sector employers on the governing boards and/or ad-
visory committees of education and training institutiOns is one of the most
common mechanisms for linking wifh the private sector (see tables 6 and /).
Advisory committees may be established on an institutional level to assistln
planning and the decision making involved in institutional planning. They
may also be used at the program level to focus on specific occupational pro-
'Nam questions. As shown in table 6, 100 percent of the prime sponsors and
PICs and 4 high percentage' of the public secondary (88 percent) and postsec-
ondary irAtitutions (91 percent) have formal advisory committees. The list
of titles for subcommittees shows that these committees serve institutional
functiNE such as assistance with evaluation, planning, or budgeting, as well
as occupational planning.



TABLE 6

ADVISCRY COMMITTEES FCR INSTITUTIONS

Type of
Institution N

.

Percent Having
Advisory Committees

or Councils

'

Percent Having
Subcommittees

Number of
Subcommittees

,

.

Titles Of .

SubcommitteesRange Median

Prime Sponsors 7- 100%

'

/

71%

au

_...

1-6 3

.

Review Title IV .

Planning (2)
Youth Employment
Evaluation
Oversight,
Education
Program Evaluation
Service Providers
Budget
Youth
Redesign
Planning ,

PICs 6 1(40%. ,

p

100% 1-4 2.5 'Project Review
.

Research Development
Minority Employment
Membership
Employment Generation
Employment 8. Training
Ccaputer Programming
Machine Trades
Operating Committee
Executive Committee
Clerical Committee

Public
Secondary

8 88% 13% 10 10
.

Each Program"

.

Public
. Postsecondary

r

11 91%

.

36%

.

3-75 5 Graphics
Dental Assistants
Business Education
'Clerical and Machine
Trades Committees

Proprietary

.

10 60% 40% 2-5

.

3.5 Legal Secretary
Medical Secretary
Executive Secretary
Finance
Co-op
Curricul.um
Capital Outlay
Restaurant Management

CBC5 8 75% 50%

/\

2-5

,

3.5 Pol4cy
Staff Developmeht
Executive Operations
Placement
Planning
New CurrIcu4um
Skill Traln(ng
Adalt Basic Education
Board of Trustees
Project Advisory Board
Advisory Board Clerical
Adult Vocational
Business Education

Comprehensive
High Schools

3 33% 3'3% 1 1 Ad Hoc Committees

N = Number of Institutions

1 2
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Table / presents the percent of institutions that have an advisory
committee for the clerical or machine trades training programs. This table
again points out the variation in practice among schools within a single
classification. Occupationally related qvisory committees are least used.by
the pioprietary schools (40 percent) and most used by PICs (83 percent)-and
public pOStsecondary schools (82 percent).

TABLE 7

ADVISORY oiR PLANNING COMMITTEES
FOR CLERICAL OR MACHINE TRADES OCCUPATIONS

\
Type of

Institutions N

7

Percent of Institutions
,Hvinga a Specific Oanning CoMmIttee

for the.Occupational Programs of
Clerical, or Machine Trades

60%
. . .

Prime Sponsors

PlCs' ' 83%

Public
Secondary 8 63%

Public
Postsecondary

.

11 82%

Proprfetary 10 40%

L

C8Os 8 75%

Comprehensive
Hlo 5chools 3 67%

N Number of institutions

The amount of time that training institution staft and advisory comittee
members spend interacting with each other is an indicator of the intensity of
communication, and hence of linkage. Table 8 displays the executive direc:
tors' repo-rt of the time that committee members spent in advisory'committee
meetings. The data indicate that ackyisory committee members for prime
sponsors and PICs spent more time than the advisory committee members of
other't,raining institutionse The advisory committee members of public
secondary schools and proprietary schools spent the least amount of time in
meetings.

Advisory committee meetings represent only a portion of the contact be
tween institutional, staff and the private sector. Table 9 pregents data on
Ole time spent by the executive,directors during the previousfive working
days in conversation with employers--both those on the advisory committees
and those not on the committee.

The time spent in conversation with employers on the advisory committee
averaged 5.1 hours for CBO directors, 8.1 hours for PIC directors, 4.8 hours
for proprietary school directors, and less than one hour for the directors of
the other institutions. The time spent conversing with employers not on the
advisory committee averaged 3.4 hours for the secondary school directors, 2.9
hours for the postsecondary school directors, 4.6 hours for PIC directors,
and less than 1.4 hours for the directors of CB0s, CETA prime sponsors, and
proprietary schools. Obviously, in the CBOs, PICS, and proprietary schools';
advisory committees are a very important part of the institution. The major
ity of executive directors who reported no time ,epent contact ng employers

1 3
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Indicated that this was not part of their job, and that'other individuals in
the organization were responsible for this activity.

TABLE 8 .

TIME SPENT IN ADVISORY'COMMITTEE MEETINGS

.

r

.

Percent of Institutions
That Spend Time In Advisory Committee Meetings

e
Average Hours per Month

Less 1i-to 3 to 5 or Did
'

Type of than 2.9 4.9 more mot

institution N 1 hour hours hours hours know

Prime Sponsors 8 0 17% 33%. 33% 17%

PICs . 7 0 14% 29% 14% 43%

Public Secondary 7 57% 43% 0 0 0

Public Postsecondary 10 '20% 20% 20% 0 40%'

Proprietary 6 35%.- O. 17% 0 50%

CBOs 9 11% 22%. 114 11% 45%

Comprehensive
High Schools 3 67% 33% 0 0

N = Number of institutions having advisory panels

TAELE 9

EXECUTIVE DIRECTORS' CONTACT
WITH EAPLOYERS FCR LAST FIVE DAYS

BY TYPE OP INSTITUTICN

Typo of
institution N

Theo Contacting
Advisory Panel Nambors

Theo Contact,
Nonradvisory Panoillombers

Number of Hours during Last 5 Days Numbor cM Hours during Lasi 5 Osys .

0 1-4 5 -a 9-12 13+ 0 1-4 5 -8 9-12 1St

PrIme Sponsors 6 63% 57% 503 37% 13%

PICs 7

r,

291 42% 29% 57% 201 IS%

Public
Socondary 7 66% 14% 57%

-.,

29 14%

Public
Postsocondary 10 70% 301 50% 50% 20%

Proprietary. 10 601 301 33% 67%

CEOs
.-

6 63% '2% 25%. SO% SO%

Comprohonslvo
High Schools 3

'N Number of mmecutivo dirmctors

0 Parconfogas do Mt odd to 100 duo to missing data

If

't

4'

a
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Institutional Flexibility in Program Offeiings

Another indicator of an institution's linkage to the labor market is its
abihitY tO add or discontinue occupational Craining when the market demands.
The assumption is that because occupations ancf,their requirements are con-
stantly changing, institutions that add or discontinue training are more re-
sponsive to the labor market than are institUtiOns that do not adjust their
training programs. Data.was, therefore, collected on (1) the number of occu-
pational programs--added or discontinued during FY.81 and (2) the reasons for
the discontinuations.

The hypoAesis was that prime sponsors and PICs would be more likely
than other institutions to add or drop programs. The-basis for this hypoth-
esis was,that,these institutiOns are brokers of training provided by_ others
and, consequently, have no long=term commitments to statf and no 6uilding8
and equipment to maintain. The data presented iii table_10 clearly support
this hypothesis. Nut only, were the prime sponsors and especially the PICs'
more likely to add or drop programs, they were also more likely to attribute
drop decisions to market-related tactors, such as lack of placements or an
absence of employer requests:

TABLE 10

APERCENT OF PRCORAM CHANOES IN RESPONSE TO
LABOR NARKET.ODNOITIONS

Type of
institution

. Number of
Occupationel
Programs

Percent of
Programa

Result of Employee
Request

Ayeraps
Percent of Prograta

Employers
Promised to Niro

Average
Percent of

P cdt:ms

Average
Percent of
Progr ams

Deleted

Prime Sponsors (2)
PiCs (6)
Public Socondory
(Vocational) (6)

Comprownsive
High Schools (3)

Public Post-
secondary III)

Propritary (11)
.

O. (10)

129
M
105

34

484

69

26
/

12%
451

91

II%

II% .

221

421

41

91

21

0

I%

61

421

31
41

1 I%

101

211

161

113%

65
36%

121

55

4$

26%

Most PICs Ln the sample had only recently come into existence and had
rapidly growing budgets and statt, sOtheir propensity to add new programs is
no surprise. The large number of discOntinuations (36 percent over a two-
year period.), howeyer, is quite significant and reflects both the flexibility
that comes from being a broker and the unique philosophical orientation of
these institutions.

'The CBOs and prime sponsors seem to be the next most flexible institu-
tions. New programs were 25 percent of the prime sponsors' ottering and 10_
percent 'of the CBOs' otterings. In the previous two-year period, 28 percent
of the CBUs' programs had been discontinued.

PiCs and CBOs are more likely to offer training programs in,response to
requests by employers. In tact, two PICs and 'one CBO indicated that all
their programs resulted tram employer nequests. CBOs had lined up promises
to hire some of their graduates for 42 percent of their training programs.
In the-other Craining institutions this practice was quite uncommon, with

1 5
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none ot the categories ot training institutions having obtained hiring

commitments in advance-tor more than 10 percent of their programs. The "s

explanation given by some respondents was that their training programs pros
duced such outstanding graduates that a promise to hire was not needed.

Linkage Functiontr_

This section presence the types of linkage arrangements developed

between the various types of training institutions and private sectdr employ-
ers, along with related institutional and program information. The informa-

tion is discussed under three subtopics--student selection, training, and ,

placement. These three tunctional areas are essential to delivering 'train-

ing, but ara often somewhat independent ot each other. Employers may contact

the institution and communicate preierences at any of these points.

Selection,and Admissions

Those activities conducted by training institutions before actual train-

ing takes place represent one of the areas where.linkage with the private

sector can prove beneficial. Examples of these activities include: (1)
assisting in determining the selection criteria for students, (2) providing

input as to the selection requirements for instructors, and (3) providing

information on labor market needs. In this survey, concentration was ex-

tended to one of these activities--the screening criteria employed by the

varibus types of institutions.

The processes by which applicants are admitted into a training program

vary Ln complexity and selectivity across types o institutions. This vari-

ability is suggested by the data presented in table 11. At one extreme is

the process by which st6dents are admitted to high school vocational pro-

grama. In the two sample high schools, students do not have to pass any

, tests or achieve a particular grade point average.

TAILE 11

SCREENING CRITERIA
67 ryrt or INSTITUTION

Type of
Institution N

Percent of frogress Using Screening1 Criterle of:
Nigh School

Diplom
or G.E.D.

Mork
II Istor

..

Gracie
Aver

Standardized
Test

Gustollaus1
Test

Interview
fOr

Int t
Intervlee

for
Rot In

Pr lee Sponsors
end PIC, 7 19

0
0 66 14 66 72

PIAI I IC '
Secondery 3 0

r-

0 10 0 70 SO N
Pub I lc
Pottolocondory 10 50^

.

10 10 50 10 70 40

Proprietor 6 63 0 . 17 67 33 113 I 7

COPS
4 15 50 0 50 75 75 11

Coisprehensive
Nigh SchOols 1 0 0 0 10 0 0 0

N WAN, of occupational...programs

16
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Somewhat more complex is the system used by a CETA Skill Center. 'Pro-

spective students are first,exposed to an information room, where they- ane

informed about various occupations and placement opportunities. The students

are then tested to determine their aWtude for the occupations fof which

training programs are available. In Addition, they are interviewed to

determine their interest in and undeutanding,,of the various occupational

areas. Based upon the test and intetviews, the applicants are placed for

"hands-on experience" for several days in each of the three areas hat emerge

as mostrappropriate. Instructore evaluate these experiences and, if no ro7.

blems appear during the "hands-on"_ period, the student is allowedto sel ct

any one of the three training programs. In the rare instance that none

the three ccupations seems appropriate, the prospective students are re-

cycled thr ugh the information room.

The selection process typical of the publiC and private postsecondary,

institutions in the sample is similarly complex but considerably more se-

lective. The most cOmmon pattern uses a combination of high school diploma

or G.E.D., s'tandardized tests, and 4nEerviews. In several, cases, proviSions

for waiver of the high school diploma are granted if scores on standardized

tests are high enough (UsuallY about the sixth_grade level).
.

The most involved selection process is that used by some of the CETA
-

prime sponsors. Most of their candidate trainees go through multiple stages
/

of screening. For those people who enter the process by approaching-MA
first, the prime sponsors' intake unit is the first step of the process. The

applicants are tested and interviewed to determine their categorical eligi-

bility for CETA services, their occupational interests and aptitudes, and

their ability to handle various occupational curricula. Those determined to

be eligible are generally refe'rred to a Vendor institution, where the student

may be screened a second time for admission to that institution, and even a

third tide for admission to a particular 'occupational area.

For other CETA trainees, the vendor is the first point o contact in the

application, process. In many cities, vendors)recruit CETA-eli ible trainees

by placing'ads in the paper. If the vendor's screening,, procedures indicate a

possible match with an upcoming training pt gram, the individual'is referred

N, to CETA for certification of eligibility.)
r,

In summary, all institutions use 40Me type of screening criteria, usu-
.

ally a combination of educational background, test scores, and interviews.

_However, it appears that only ift a minority of cases are theee criteria actu-

Ally used to denY students access to training. Most often they are merely a

tool for placement and counseling for vocational choice.

Training

Opportunities also exist to create linkages directed toward shaping the

actual content of training programs. Moreover, the private sector can pro-

vide assistance in exploring considerations such as: (1) the advantages and

disadvantages of various training,sites, or (2) ehe use of'Ssou e persons

in teaching. -In this section, information about these types of lTikages is

presented, along,with associated institutional and program data.
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Trainers, were asked to descriee,employer participation in the design of
the curriculum., Table 12 displays thiS information: Of the forty respon-
denta tnthis item,':ten donot know whether employers participate in the
design of the curriculum. . Seventy-one percent of public secondary and post
secondary achools andalrthree of the,COmprehenSive high-schoOls,indicate
that there is some employer involvement. While fewer proprietary achools
report involvement in curriCulum development, this percentage is over 0 per-

cent'.' When 4omparing programs by purce of funding, theie is pC4 difference
between thETA-funded programs afid the non-CETA-funded programs.

4

TABS 12'

ElPLOYERS. PN2TICtPATI0i IN-CURRICULUM DESIGN
137 TYPE OF iNSTITNTICN

T. of .

I net !tut Ion N

Percent of Ress:ondents
Whee Did Not Knee

I f Employers
,' Port ic leafed

Percent of Programs
Where Eeployers

D id Not Pert iciest.

-"P
Percent of Prograwa

Whore EmPloyers
0 Id Part iciest.

' Percent of Employers Wle:

Donate
lierdware

Prov Ide
Training
Miter Mils

Recemmend
Occupat knit
Curr Ica lum

Recommend
Firm

Curr iculum

,

Evaluate
Program

Pail le
Secondary ''' 7 0% 71% 29% 43% 14%

'
29$

Pub! le
Postsecondary 7 14% 43%

f
711 29% 71%

)

, 57$ 116%

Propr ['tory 13 25% 23% 54% 15% 23%
)

. 40% 54% 46%

CaOs 10 0$ 30% 60% 60% 40% 30% sas los

caw.h.n. iv.
li igh Scheols 3 Or 0% MS .33% 100%

-
67%,

.

100% 100%

N Number of occupational programs
Percent biased on number of employers .that did participate.

EIPLOYERV PARTICIPATICN IN CURRICULUM DESIGN
BY CETA-FUMND Ne) NON-CETA-FUMED PROGRAMS

Vund ing
Source N

Percent of Respondents
Who Did Not Know

I f Employers
Part ic ipated

.

Percent of Program
Where Employers

D id Not Part ic lost.

iPercent of Program
Whore Employers
D Id Part le lost.

Percent of Employers Wle:

Donate
Hort:Moro

.

Prow Ida
Training ,

Motor la I s

Recorwend
Occupational
Curr levies

Reecevand
Firm

Curr iculum
Evaluate
Progress

25%

CETA-
funded 12 8$

'
33% 75% 50% ,17% 42%

,

67%

Non-CETA-
funded 24 13% 25%

.

75$ 17% 5174 63% 54% . 63%

N Nuater of occupational programs
Peroont based on number of employers thst did participate.

There appear to be several basic ways in which eiployers contribute to
training programs. Seventy-one percent of public postseCondary schools
receive training materials and 86 percent receive recommendations from
employers for tailoring their training to specific employers% All seven
public postsecondary instqutions that have employer involvement receive
program evaluations. Ten percent of the ten CBOs have employer evaluation of
the curriculum and 60 percent receive donated hardware from employers.

Learning technical skills and related work habits may enablea person to
be hired into a job; however, employers say that more general habits of punc-
tuality, responsibility, and cooperation enable the person to keep the job.
Therefore, an indicator of linkage between a training program and employers
is the extent to which the environment in which training occurs communicates
the pol.icies, practices, and expectations of the workplace.

IC



Tables 13 and 14 present data on one way that trainers try to induce,

more approOriate workplace behavior: dropping students for absenteeism, 'poor
performance, or disruptive behavior. Eighty-nine percent of the public post-
secondary schools and over half of public secondary, proprietaly, and CBO
organizations claim to drop students because of absenteeism. In these
schools a certain number of tardy arrivals, equals absenteeism. Except for
public postsecondary institutions, it does not appear that one class of in7
stitution is more likely than another to disciOline students for absenteeism.
Rather,* differences in practi.ce,occur within'groups. A-classification of
institutions by CETA. funding and non-CETA funding shows thar'80 percept of
the CETA-funded programs report having dropped students for abéenteeism.

TAALE 13

DROPPING STUDENTS FOR ABSENTEEISM
,BY TYPE OF INSTITUTION

Type of .

Institution N

Percent of Programs That
Drop Students Because of

Absenteeism
Percent

Not Dropped
Percent

Don't Know
Public
Secondary* 8 58% 27% 14%
Public
Postsecondary 9 89%

,
0% 11%

Proprietary 13
-

58% 33% 8%
CBOs 10 55%, 33% 11%
N = Number of occupational programs

* Public Secondary includes Comprehensive High Sclibols

DROPPING STUDENTS FOR ABSENTEEISM
'BY CETA-FUNDED AND NON-CETA-FUNDED PROGRAMS

A

Funding
Source

w

N

Percent of Programs That '

Drop Students Because of
Absenteeism

Percent
Not Dropped

Percent
Don't Know

CETA-funded 10 80% '10% 10%
Nnn-CETA-funded

.., - 30 52% 33% 15%
N ,;t Number of occupational program

As with discipline tor absenteeism, postsecondary institutions appear to
demand stricter adherence to both literacy requirements and the attitudinal
requirements of the job (see table 14). Unlike the data in table 13, which

'deal with an institutional practice of enforcing attendance, data in table 14
specifically deal with at the action of the instructor. Focusing on in-
structor behavior, there is little difference between CETA-funded and non-

,4k-funded schools,

Ottier major aspects of training are the length of time4students spend in
the program and the amount of emphasis that the institution places on basic,
skill training. In this study, length of training time was viewed as a
curriculum concern with implications for desired levels of competence,
breadth of skill development, and requirements for entry-level performance.



TABLE.14

INSTRUCTOR-RECOMMENDATIONS TO DISCONTINUE TRAINING
BY TYPE OF INSTITUTION .

Type of
Institution N

Percent of Programs
Where instructors
,Could Recommend

Training Be Discontinue&
for Trainees

Reasons/for
Discontinuation

Public
Secondary

8 50%

/

Absenteeism
Poor attitude
Dress and appearance
Not able to handle the math

Public
Postsecondary

A 8 BB%

,

Low reading skills
-Absenteeism
Do mot have the

required aptitude
Do not have positive attitude

Proprietary 12 50% Lack basic skills
Disruptive behavior
Absenteeism

u

CBOs B

,

-,,-

63%
.

,

Absenteeism
Poor academic

.

performance
Not showing growth
DO mot have positive attitude

Comprehensive
High Schools

N = Number of occupational programs

INSTRUCTOR RECOMPENDATIONS TO DISCONTINUE TRAINING
BY CETA -FUNDED AND NON -CETA-FUNDED PROGRAMS

Percent of Programs
Where instructors
Could Recommend

,

Funding Training Be Discontinued Reasons for

Source N for Trainees Discontinuation

CETA-funded . 10 60% Absenteeism (4)
Disruptive behavior

" Do mot have positive attitude
Not showing growth

Non-CETA-
funded

23 64% Dress and appearance
Not able to handle math
Low reading skills.
Absenteeism ,

Poor academic performance
Do mot have positive attitude

N = Number of occupational programs

20 30

a
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As illustrated in table 15, there are differences both across types of in-
stitutions and by funding source in regard to length of training time. ,By
far, the longest trainiqg time occurs in public secondary schools. However,
in these schools, only half or less of the day is spent in.vocational course-
work. These programs provide a greater period of time for basic skills re-
lated instruction. Instruction in basic skills is part of the curriculum for)
over 15 percent of the institutions in each classification. .1

TABLE 15

DRAINING TINE
BY TYPE OF TRAININ( INSTITUTION

Type of Institution -
v. N

Train ng T eks'

. 'Range dJari.

Public Secondary ' 26-156, 72 -

Public Postsecondary

. .

22-104 29.5

Proprietary 13 16- 52 * 26

CBOs 11 9- 72 23

Comprehensive High Schools
-0

3 36- 40 38

N = Number of occupational prograMs

DRAINING TINE
BY CETA -FUNDED AN) NON -CETA -FUNDED PROGRAMS

. Funding Source N

1
Trilning Time In Weeks

Range - Nbdian

CETA-funded 12 9- 40 23

Non-CETA-funded 29 12-156 36

N = Number of occupational programs

The following series of excerpts from the on-site visits reflects
a
the

range of practices regarding length of training.

Each class is in session for nine weeks. All work is done in a

classroom ,setting with work stations equiOped with IBM Selectric
.typewriters and transcription machines for each student. The

program does not include activities where students work or
train at an employer's office. Class time is spent both on
basic skills, such as business math,,and on typing speed and
accuracy.

In a nine-month program, when students cannot keep up or achieve,
they "drop down" to the level at which they can achieve. The

range in skills taught includes typing at 60-80 words per minute,
shorthand, and operating a PBX switchboard, Word processing is

also taught.

In today's market, persons entering the secretarial field want
to earn more money. Howevle4r, to earn more, workers need to
move from entry level into more complicated jobs that involve

91
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filing, billing, recordkeeping, and other skills. In.line
with this trend, the school has moved to a nine-month program
with emphasis on diversification of skills. The graduate who
can specialize in a set of skills.can fit into the different
job openings of the corporation and can demand higher pay.

Given the range of skill levels, personal habits, and attitudes
possessed by the students who enter the Center, completion of
a program,will take from one to,two years. Included in the
work for some students is coursework.in budgeting, paying bills,

. using checking accounts, and family and personal communciation.
Counseling for family and persorOal problems of the student is
also available.

Forpproximately 50 percent'of the students, entrance into the
occupitional curriculum follows a year of developmental or
remedial coursework. For these students, training will take two
years.

TABLE 16

BASIC SKILLS TRAINING
BY TYPE OF INSTITUTION

Type of Institution N Percent Offering Basic Skills Training

Public Secondary 7 100%

Public Postsecondary 9 89%

Proprietary - A 12 83% .

CBOs 9 78%

Comprehensive High Schools 5 ----- 100%

N . Number of occupational programs

BASIC SKILLS TRAINING
BY CETA-FUNDED AND NON-CETA-FUNDED PROGRAMS

Funding Source N Percent Offering Basic Skills Training

6ETA-funded 12 75%

Non-CETA-funded 29 86%

N Number of occupational program

Row do the different types of institutions determine when a trainee is
job-ready? Data related to that question are summarized in table 17. All
training programs use a combination of the criteria in dettrmining the job
readiness of their students. The relative emphasis given different criteria
varies. For example, 86 percent of public secondary school personnel take
into consideration the trainer's judgement, while this judgement is used by
nnly_13 percent..of_Nblic,postsecondary school personnel. Completing a
certain number of hours of training is least important in proprietary
schools.

22
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TABLE 1 7

CRITERIA TO DETERMINE IF TRAINEE IS JOB-READY
BY TYPE Of INSTITUTION

Type of-
Institution N

Percent Indicat
i

ng--

Completion
of X Hours
of Training

Passing
Written
Exam

Passing
Practical
Exam

Judgement
Made by
Trainer

Grades
and/or

Certificate
Pubilc .

Secondary 7 43% 43% 57% 86% 43%
Public
Postsecondary 8 38% 63% 38%

.

13% 38%
Proprietary 12 17% 58% 67% , 25% 25%
CBOs 9 44% 44% 56% 44% II%
Comprphensive
High Schools 3 67% - 67% 67% 100% 100%

= Number of occupational programs

TABLE 18

CRITERIA TO DETERMINE IF TRAINEE IS JOB-READY
BY CETA-FUNDED AN:3 NON-CETA-FUNDED PROGRAMS

Funding
Source N

Percent indicat ng--

Completion
of X Hours
of Training

Passfng
Written
Exam

Passing
Practical
Exam

Judgement
Made by
Trainer

Grade's

and/or
Certificate

.
CETA-funded 12 25% 50% 83% 42% 8%
Non-CETA-
funded 24 '46% 63%

.

46% 54% , 54%
N = Number of occupationa programs

Both dob skills and work habits are essential for getting and keeping a
job. However, the relative emphasis placed on these technical skills versus
generaliaed work habits may vary according to the perception trainers hold
regarding the needs of their students and the demands of employers in their
community. The emphasis placed on one over the other has implications for
criteriaused in selecting students, for the allocation of time in,the class
'room,.and for standards used for determining job readiness. Tables 19 and 20
present responses on whether trainers and placement persons believe that
employers place greater emphasis on technical skills or on work habits. The
category "both" was added to the analyeis because, even though interviews
presented a choice of one or the other, a significant number of respondents
insisted that technical skills and wurk habits are equally necessary. Train
ers from two of the types of institutions that serve predominately older
students (i.e., postsecondary schOols and CB0s) place greater emphasis on
technical skills. Trainers in' public secondary institutions stress work
habits.
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TABLE 19

TRAINERS' AND PLACENENT PERSONS' PER4iCTIVE
ON ENPLOYERS' HIRING PRACTICES

BY TYPE OF INSTITUTION

Type of
I nst itut ion Na

Percent of Programs Where
Tralners I nd icated--

Nb

.
Percent of Programs Where

, P I acernent Persons I nd Icated
Techn lc&

Sk H Is
Work

Hab its Both
Technic&

Skills
Work

Hab its Both

Pub I lc
Secondary 7 14% 71% 14% jl 25% 75% 0%

Pubi lc
Postsecondary 9 89% 11% 0% 43% 14% 43%

Proprietary 13 31% 46% 15% 12 33% 42% 25%

CBOs 8 63% 13% 25%% 1 p 0% 0% 0%

Comprehens i ve
High Schools 3 33% 0% 67% 1 5% 0% 100%

N Nurrber of occupational programs
Na Number of occupational programs where -6-airier data was reported

Nb Number of occupational programs where placement person data was reported

TABLE 20

TRAINERS' AM) PLACENENT PERSONS' PERSPECTIVE
ON ENPLOYERS' HIRING PRACTICES

BY CETA-FUNDED AND NON-CETA-FUNDED PROGRAMS

Fund I ng
Source Na

ls%

Percpnt of Programs Where -
Trainers I ndjcated--

Nb

Percent of Programs Where
Placement Persons I nd icated--

Technical
Skills

Work
Hab its Both

Technical
Skills

,
Work

Hab its Both

CETA-funded 11 36% 27% 36% 12 25% 58% 17%

Non-CETA-
funded 29 52% 34%, 14%

_

23

-

22% 48% 30%

M = Number of occupatiobal programs

Na Number'of occupational programs where trainer data was reported

Nb Number of occupational programs wher,e placement person data was reported

Placement staff for public secondary institutions
perceptions of their trainer colleagues in emphasizing
Placamenrstaff from public gostsecondary insyitutions
than trainers at the secondary level. An equal number
stress technical skills and a combination of technical
habits.

seem to agree with the
work habits.
hold a different view
of placement personnel
skills and work

Trainers in CETAfunded programs equally stress technical skills (36
percent) and both technical skills.and-work habits (36 percent). But a

higher percentage of placement staff (58 percent) think that work habits are
most important. Over half of the trainers in nonCETAfunded programs stress
technical skills over work habits. However,.48 percent of the placement
staff of these institutions choose work habits and 30 percent select both.

24
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Employment/Placement Linkages

The ultimate goal of training is employment. However, the investment an
institution makes in activities designed to place persons in jobs may vary
with the philosophy of the institution and the place the organization main-
tains within the overall training delivery system. This section presents a
variety of practices through which employers can communicate their hiring
needs'and practices, and through which graduates can arrange for interviews
With employers in the communiEy.

Activities designed to motivate trainees to get jobs and to teach them
job-seeking skills are ways that institutions assist trainees to move into
employment. This preparation can be integrated into the daily classroom in-
struction, can be presented as a separate and intense experience, or can be
some combination of the two. As presented in table 21, 100 percent of the
proprietary schools and CBOs integrate instruction in job search into the
occupational coursework. -Twenty-five percent of the.public secondary and 55
percent of the public postsecondary schools that offer job-seeking training
do so as a separate activity headed by a counselor or placement specialist.
Whether skills are presented as a separate activity or a part of the class-
room activities, resume writing is taught in all but a portion of the public
secondary vocational schools. Interview training is the next most common
activity. However, fewer schools utilize mock interviewing and videotaped
interviewing as,an.instructional method. Having students contact employers
is most commonly practiced by the comprehensive high schools and public post-
secondary schools in the sample. In all of the schools where students do
contact employers, some combination of personal and telephone contact workqs
used.

TABLE 21

CLASSES TO MOTIVATE TRAINEES TO GET A JOG
BY TYPE OF .INSTITUTION

Type.of
InititutIon Ne

.

Percent of
Programs
Where

Activities Are
Integrated Mb

Percent of Programs that Use Activities of.

Resume
/ writing

Trolning to
Interview

Use Nock
interviews

Use Video-
taping

Contacting Employers:
'-

Yes
In

Person
On

Phone

Public
Secondary 8 75%

.

6 53% 100% 53% 33% , 501 03% 33%

Public
Postsecondary 11 55% 6 100% 100% 53% 33% -53% 53% 100%

Proprlettry 10 100% 10 1001 75% 50% 33% 58% 53% 75%

CEOs 5 100% 6 100% 53% 67% 33% W% 67% 67%

Comprehensive
Nigh Schools 3 33% 3 100% 100% 100% 01 100%

Forty programa have classes to motivate tudenis to get Job.

Fcr thIrtcone programs the octivitles are integrated into the curriculum.



TAEILE 22

CLASSES TO OOTIVATE MAINEES TO GET A JOB
BY cETA-Rtc5 AM NON-CETA-FUNDED FRO2RAM6

Fund I ng
Source N

Percent of
Programa
Whom

Activities Are
1 ntlograted

4
Percent of Progreso' that Use Act iv it les of

Resume
kr iting

Tra in 1 ng to
I ntery lett

-..

Use Itods
1 nterv lam

Use V ideo-
top 1 ng_

Contact log Esti oyers:

Yes
I n

Person
On

Phone

CITA-funded 12 ns 15 ei% 75% 75% 38% 63% . 75S 75S

Non-CE TA-
fu nded

-

215 8611

)

25 96S 56%

-

601 32% 54S MS 60 .

ce Ty programs hav, class... to no t ivat. students to get a Job.
b For thirty-one programs the act iv it ies are integrated Into the curr icu I usu

Another way that trainees obtain contact with employers is when em-

ployers visit classrooms. Table 23 presents the percentage of the clerical

programs that employers visited over the past years, as well as the number of

employers who visited each program. Table 24 presents the same information

for CETA-funded and non-CETA-funded institutions. In this sample, employer

visits are most common in CBOs (86 percent) and comprehensive high Schools

(100 percent). Ninety-one percent of CETA-funded classes had employer

visits, whereas 67 percent of non-CETA classes had employer visits. When

asked why employers would visit community or CETA programs, the most common

answer was, "to check the place out, see what kind of equipment we have, or

see what the classes are-like." In all types of institutions, employers

often visit to add some realism to the classroom by teaching interviewing,

communication skills, or other work-related skills. One'value of this form

of linkage is in creating a favorable impression of the program with employ-

ers. At the same time, program staff have the opportunity to acquire infor-

mation about changes in tne job market.

TABU 23

DeLOYERS' VISITS TO TRAINING CLASSES DURING LAST YEAR
BY TYPE OF INSTITUTION

.

Type of institution N

-

Percent of Programs
Where Employers

Visit Training Class

Of the Programs
Where Employers Visit,

the Numher of
Employers Who Visit

Range Median

Public Sbcondary 5 60% 7-15 9

Public Postsecondary 5 60% 2- 6 4

Proprietary 12 67% 1-25 9.5

CBOs
, 7 86% 2-25 3.5

Comprehensive High Schools 3 100% 1- 5 3.5

N Number of occupational programs

16
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TABLE 24

EMPLOYERS' VISITS TO 1RAINING.CLASSES DURING LAST YEAR

BY CETA -FUNDED AND NON -CETA -FUNDED PROGRAMS

,Of the Programs

Where Employers Visit,

the Number of

Employers Who Visit

N.
Percent of Programs

4 Where Employers

Funding Source N - Visit Training Class ' Range Median

CLTA-fundea 11 91% 2-52 7.5
.

Non-CETA-funded 24 67% 1-25 6.5

z,Number of occupptional proorams

AnuLher means ot learning about employer expectations and how well a.
training program enables graduates to meet those expectations is through
training'staff visits to graduates on the job. Table 25 shows the percent of
programs in which the trainers visit graduates as well as the percent of,pro-
grams'in which placement staff vi.sit graduates. Placement'staff form the
predominant link to graduates on the job for CBOs (70 percent), for public
secondary institutions (60 percent), and for comprehensive high schools (100
percent). th contrast, 62 percent of the trainers in public pustsecondary
schools visit former students on the job.

TABLE 25

INSTRUCTOR AND PLACEMENT PERSON CONTACT WITH GRADUATES
BY TYPE OF INSTITUTICN

Type of
institution Ns

,

Percent of Programs
Where Trainers Visit Graduates

Percent of Programs
Where Placement Staff

Visit Graduates

Public
Secondary 5 20% 60%

Public
Postsecondary 9 62% .

33%

Proprietary 13 -
31% 38%

C8Os 10
.

20%
.

70%
-

Comprehensive
High Schools . 3 33% 100%

N = Number of occupational programs

Through on-site interviewing, project Eitaff acquired some insight into
what may seem to be duplication, where both trainers and placemept staff
visit employers. The first observation is that in most programs, the in-
structor plays a major placement function. Secondly, each of these persons

visits with a somewhat different purpose. Instructors visit to assess the
state of the art of the workplace in order to keep instruction up to date.
Placement personnel visit to make sure the employer is satisfied, and in that
way verify what matching process is used for pUtting graduates into jobs.

3



Table 26 presents the percent of programs,'grouped by CETA-funded and
non-CETA-funded, taught by trainers who visit employers, as well as the ideas
for instruction that resulted from those visits. The table also displays the
same information for placement personnel.

TAALE 26

INSTRUCTCP AM) PLACEICOT PERSON CONTACT WITH EaPLOYERS
BY MTA-RINDED AN) Npf-CETAiROIDED PROGRAMS

Funding
Source N

Percent of Programs
Where Trainers

Visit Employers ideas That Resulted

Percent of Program
Where Placement
Parsons Visit

Graduates/Employers *doss That Resulted

CETA,
funded

12

.

330 -more emphasis on typing
-tesch phone techniques
-teach word processing

63% -need ORT operators ccurse
-emphasize Job skills
-sharper screening

Non-CETA,
funded

20 36% -stress attendance
-add word processing
-add post-greduates to
advisory board

43S -improve attendance

N Number of occupational program

In both the CEtA-funded and non-CETA-funded programs, approximately
one-third of the instructors visit employers. However, 83 percent of CETA-
funded placement personnel--as compared to 43 percent of non-CETA placement
personnel--visit employers. Interestingly, instructors from CETA-funded
ProgrAms determine from these visits whether their programs need greater
emphasis on the technical skills. Instructors from non-CETA programs ob-
serve whether there is the need to stress attendance as part of instruction.
Differences in perceived need may result from the great emphasis given
attendance and related work habits in CETA programs and the longer training
time found,in many non-CETA programs. CETA graduates may therefore receive
,specific instruction in work habits but may have less time to develop tech-`'
nical competence. Depending on the orientation of the instructor, a non-CETA
student may not study in an environment in which there are penaltiei for
absenteeism, tardiness, or improper dress.

Correlation between Indicators of Linkage and Program Characteristics .

This section reports on the hypothesis that training programs run by
institutions or taught by staff that are in close_communication with local
private employers are different from training programs that are less closely
linked to local employers. This hypothesis was tested by constructing a
linkage score at both the institutional level and program level, and then
correlating these scores with various characteristics of the program.

The linkage score assigned to the institution represents a composite of:
(1) the number of hours spent talking to employers; (2) whether the institu-
tion has anNevisory committee, subcommiWes, and occupational coinmittees;
(3) the numbh.of hours per month devoted to advisory committee meetings;
(4) the percentage of the advisory committees that are employers; and
(5) whether the executive director has related prior private Iilector.,work
experience. Some of the institutions (the PICs and the CETA prime sponsors)

28
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studied do not run training programs themselves; they contradt with ven-

dors--schools, colleges, and CE05--to provide the traiping. Consequently,

the sample of institutions were divided into two caregoeies: funding

.agencies and vendors.
11

Program ltpkage scores consist of values that reflect: (1-) whether the

trainer, placement person, andi intake person each has prior private sector
experience; (2) whether employers visit the training progeam; (3), whether the

instructors visit graduates on the job; and (4) whether tiT placement persons

viait graduates on the job. A

Table 2/ presents the correlation among the linkage sc res for the fund-

ing agency, the vendor, and the program linkage scores. Th4 significant

positive correlation between the linkage,indexeb for the funding agency and

vendor suggests that highly linked PICs and prime sponsors silect as vendors

institutions that are also. linked with employers. That .there is no relation-

ship between leVage occurring at an institutional level and st the program
level indicates that these levels may function independently. Therefore,

extensive institutional work with advisory committees may not necessarily

affect the way a program links with employers. Similarly, a classroom

tralning program may be closely aligned with community employers and function

wiehin an institution thdt has,little formal or informal relationship with

employers.

TABU_ 21

CCI2RELA1ICN OF FUNDING AGENCY
PFiOGRAM L I NKAGE SCORES

Fund I ng Agency
i inkage

Vendor
L I nkage

Program
L I nker

Vendor L I nkage .58
027

10

Program L I nkage 0.12 0.14
.

0.69 0.39 ,

14 40

Works I te Exper ience 0.24 0.06 0.17
0.41 0.72 .30

14 37 41

The f irst number in any cel I k try) correimtion coeffIcient, end the second is the probab 1 1 ity.
Th Is corre 1 at Ion k mot d I f ferent from zero. The third number Is the number of observat ions
upon 01 101 the correl at ions are based.

The linkage survey askedseveral questions about specific ways in which

employers contribute to training programs. Table 28 shows the correlations

of linkage at th'e institutional level (vendor linkage) and linkage at the

program level, as well as five rather common ways in which employers influ-

ence the content and process of what is being taught. Overall, Chere appears

to be no correlation of vendor or program linkage and the specific contribu-

tions used in the interview. Two exceptions are the significant positive
cotrelations between vendor linkage and the donation of hardware .35),

and between program linkage and the provision df training materials.

4



TABLE 28

CORRELATION OF INSTITUTICNAL AND PROGRAM
LINKAGE TO VARIOUS EMPLOYER

CCNTRIBUTIONS TO THE TRAINING PROGRAM

Vendor
Linkage

Program
Linkage

0.08
0.63

38

Participation In
Curriculum
Design

- 0.26
0.13

34

Donate Hardware 0.35 0.26
0.07 0.15

28 32

Provide Training - 0.10 0.33
Myterials 0.62 0.06

28 32

Recommsnd Occupational 0.13 0.06
Curriculum 0.52 .75

27 31

Recommend Firm- 0.12 0.25
specific Curriculum 0.54 0.17

27 31

Buying equipment is a responsibility of the- institution, not of program
personnel. It woUld seem that executive directors who are well linked with
the private sector use their connections to get freenequipment, but that
their contacts have very little to do with the content of the curriculum.

Activities designed to teach and motivate trainees to get jobs are an
important part of many training programs. Table 29 shows correlations
between linkages both at the institutional and at the program level and four
prAttices used in job search.

7

BLE 29

CORRELATION OF VENOM AND PR LINKAGE TO METHODS USED
RETAINING JOBSTO PHLPARL TRAINEES FOR SEEK

Ve
LJnfge

, -

Program
Linkage

Mock O. 1
., 0.36

Interviews,. O. 0.04

32j 33

Videotape"' 0.40 0.25
0.02 0.16

32 33

Contact Employers - 0.12 0.50
0.50 0.00

32 33

Drop for 0.02 0.44

Absenteeism 0.92 0.01

35 38

31
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Since one machine can be shared by a variety of training programs, the
decision to purchase a videotape mathine is typically made by the institu-

. tion's executive director, not by the teachers of individuhl occupational
specialities. 'As a result, thVuse of videotapes is signifiCantly positively
correlated (r = .40) with,vendor linkage. The other aspecta of job search
training are more under the control of program staff. This probably explains -

, why programjinkage is significantly correlated with the using Mocklinter-,
-views, having trainees contact employers, and dropping trainees for absentee-
ism.

Significant components of a training program are the admissions process
and:criteria. How applicants are Assessed and how rigidly schools adhere to
streening criteria determine what proficiencies an applicant must demonstrate
and therefore what groups of, persons (i.e., high school dropouts and so
forth) may be eligible. It is importaht to know, therefore, how linkages
with employers"influence screening criteria (and hence determine who has
access to training), and-how much time is required to bring an individual up
to a desired level.of, performance.

Table 30 presents-the correlations of vendor linkage and prograt linkage
to the use of standardized tests, customized tests,; and interviewing for
ranking applicants in the selection process. This data suggests that the
more tightly linked the school, is to employers','the' less likely the school
to use standardized tests and the more likely itis to use interview as a
selection device. Since selection and assignment of students is an insti-,
tutional function, it is not surprising that it is.linkage af this institu7
tional level t+r4 seems to haye an impact on.hoW training institutions screen
Applicants "for training.

is

TABLE 30

CORRELAT1C4 OF VEN)OR PND NICGRAM LINKAGE

;TO SONISSICNS CRITERIA

Vendoe

LInaage

Program

Linkage
.,

Standerdlzed - 0.35 0.01

Tests 0.09 0.96

25 29

Custcm Tests - 0.11 0.10

0.59 0.60

25 n

Interview to 0.41 0.20

Bete AppIIcent 0.04 ,0.30

/ 25 29

The effect of employer involvement in the design and evaluation of
.training programs and the nature of job search training is examinea in table
31. There is a significant positive correlation between employers,making
general curricular recommendations and the program practice of teaching
resume writing aria of conducting mock interviews. There is a similar cor-
relation between employer, evaluation of programs and the teaching of.Pesuine
writing and conducting of mock interviews.
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TABLE 31

CORRELATION OF EPPLOYER PARTICIPATION IN CURR1CPLUM
PLANNING AND PROGRAM JOB SEARCH PRACTICES

, ,

Recommend
Occupational
Curriculum

RecommendY
Firm-epedjfic
%CurrIculUm

- .

Evaluate
Programs

. 0.47
0:08

15

ResUme Writing ,

'0.45
0.09

,

15 ,

0.27
0.33

15

:

I,

Tre;in to Interview 0.21
0.46

15

OAS
0.78

15

1,

0.37
0.18

15
Mock Interview 0.45

0.09
15

0.27
0.33

5

0.47
0.08

15

Continuing eMployer complaints that workers cannot read and compute
adequately to perform productively, and the increasing'frustratinn of in-
ateuctors over poor literacy skillt,.Hmake literacy a major issue in the
employability of youth. Table 32shows correlatione between'the,practice o
teaching reading and math as part ok couraework an&various indicators of
linkage and employer participation in the design of a 'training program.

'1

TABLE 32

CORRELATION OF LINKAGE AND INCLUDING

BASIC SKILLS INSTRUCTION IN THE CURRICULUM

/

'

.

Vendor

Linkage

Program

Linkage

Emp4oyer Participation

Recommend

Occupational ,

Curriculum

Recommend

Firmr-specifIc

Curriculum

'Eyaluate

Programs

Include instruction

In Reading and Math

0.28

' 0.09

38

0.20 ,

0.20

Ic .,

0.45

0.61

31

0.28

0.13

31

0:38

0:04

31

el

A pattern similar to the one noted for job search training appears'for
basic skills instruction. Generalized employer involvement in occupational
curriculum planning as well as with program eValuation is eignifisantly

-correlated with basic skills instruction. There is also A Positive'and
'signifiCant (p < .10) correlation.between 'vendor linkage and basic,skills
instruction. There is.a positive correlation between, employer involvement
in firm-specifid curriculum and instruction in basic skillsi but it is not
statistically significant.

e
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CHAPTER IV

EMPLOYER INTERVIEWS

,Linkage has been discussed.as it is viewed by professional staff of

fnstitutions that have as'a part of their Mission preparing persons for

employment. This, chapter presents responses from forty employers to inter-

vies questions that parallel those asked in the institutional interviews.

In addition, data obtained from employers who ,are not a part of the original

sample, but who are interested in establishing linkages witil training insti-

tutions, are included.

Interviews of Advisory Committee.Members

Ai part of the institutional surveys, institutional staff members were

asked to identify members of the schools' advisory committees- as well.as the

occupational programs. The, original playi was that these persons would then

be interviewed. Most respondents, howe4er, were very hesitant to provide

these names and requested that a letter be sent to the schools Andicating the

purpose of the interview; schools waukd then recommend employers.

This procedure was followed, with.the a0d4ition of sending letters to

employers themselves prior to the interview. A total ok forty interviews

were conducted. Table 33 shows the characteristics of the advisory'commietee

members sample by type of institution advised, type of advisor's company and

size of company. This is a.biased sample in that it includes personi whom

school staff see as cooperative, approachable, and perhaps supportive of

their institution.

TABLE 33 '

- DE SCR IPT I ON OF SAMPLE EMPLOYER SURVEY

Type of
I ndustry Number

S ize of
Company Number

1 nst Itut tonal

Relat ions h ip

,

Number

Pub 1 ic

Age nc les 3 1-100 9 Pr ime Sponsor 3

', Ma nu f actur 1 ng 17 101-1000 5 P IC 7

.

Bank i ng, ,,

l'ns ur a nce, SS les 12 1001-5000 13 Postsecondary
#

12

Publ lc
Ut 1 1 it ies 8 over 5000 12 ,

Secondary
Voc-Ed 10

Chemical and 01 1. CBO . 3

Propr ietary 2

Compre he ns lye

H I gh School 3

ToT AL 40 40 40

3 3

3



Another aspect of the data that should he kept in mind is that the
employers interviewed may currently serve or have had previous experience
with a variety of training institutions. Research staff members found that
while individuals had been recommended because of,their association with an
institution in the linkage sample, many employers answered questions from the
perspective of overall experience of working,with .schools in general.

Interview Protocol

A telephone interview approximately twenty minutes was the
method used to obtain employer, data. (The interview protocol appears as in
the separate document In the Technical Appendices.) The interview was
structured with,three purposes in mind. The first was to determine what
employers perteive as the nature of their primary involvement with training
institutions, and in what ways that involvement occurs. Open-ended questions
were used to elicit this response. Second, employers were specifically'asked
whether they participate in the specific admissions, curriculum development,
and placement activities enumerated in the institutional survey. This
information provides, an employers' enumeration oi these activities. Third,

employers were asked to describe ways in whidh they believe linkages with
training institutions can be improved and in what aspect of the training
program their involvement is most critical.

Table 33 shows the distribution of employers by type of industry, size
of company, and type of institution with which they are associated. As shown
in this table, the majority of the employers in the sample are from manufac-
turing Lndustries, followed by a cluster entitled banking, insurance, and
sales. The last three are grouped together ,because they represent inter-,
action with the Public, and high concentration of clerical skills. Approxi-
mately one-third of the total sample is companies. with between one thousand
and five thousand employees, and one-third is companies with over five
thousand employees. It would appear that fr.om this sample, larger corpora-
tions are better able to provide staff for advisory committees or are more
visible in the community and, therefore, are thought of and requested more
often. However, since there are nine employers from companies of less than
one hundred employees, it is clear that smaller businesses "are also involved
with training institutions. The following pages present employer answers to
the questions asked about how emAoyers link to schools, and about the rela-
tive importance given different practices in training decisions relating to
institutional planning, training, end employment/placement. Even though an
effective training program is assumed to be the product of coordination of
institutional policies, course development, delivery, and placement, most
employers talk about training in terms of classroom occupational instruction.
The dichotomization appears to have little meaning for many employers who
talk in terms of occupational competencies and methods of training.

Data

Table J4 shows the total responses to the question of how difficult it
is to find reliable skilled workers at reasonable wages and how important
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vocational training is for hiring decisions. About one-third of the em-
ployers have difficulty finding workers, one-third fall in, the middle, and a
little less than a third seem to have no difficulty finding workers. Twenty-

four Of forty employers (60 percent) view vocational education as important
in Iheir hiring decisions.

TAPLE 34

PERSPECTIVE ON HIRING SKILLED WCRKERS

Difficult to Importance of
Find Workers Vocational Training

Very difficult 7 Important 24

Somewhat difficult 9 ., Important, but not required 13

Not easy ip Not important 3

Easy 7

Don't know 2

Several characteristics of institutions andjprogram policy have impli-
cations for what training can be done, and must be done, in the classroom in
order to pfepare trainees to be competent on the job. It might be expected
that effective linkages between employers and training institutions would be
comprehensive--and would systematically contribute to decisions about appro-
priate admission requirements, practices, support services, instructional
methods, and finally, placement. Interviews with institutional personnel,
however, gave the distinct impressiOn that employers are not involved in this
comprehensive manner with training institutions. Rather,,different employers

are called upon to provide advice on the selection of occupations'for train-

ing, on, curticulum, and on placement. Certainly individuals with different
capacities within business and industry may need to be closely involved with

each of these functional areas. However, this disjointed approach may weaken
employer contributions to the overall policy directives within which programs

must operate.

Tables 35 through 38 display the percentages of employers interviewed
who indicated that their companies did participate in a specific linkage
function (i.e., institutional planning, training, or placement/employment),

and in what ways. The responses are alsoegrouped by categories of industry:
manufacturing; banking, insurance and sales; public utilities, chemical and
petroleui; and public agencies. -Thesetgroups were created by'reviewing the
industries represented and clustering them by similarity in type of work

performed. In the total sample there were seventeen manufacturing companies;
thirteen banking, insurance, or sales; eight public utilities, chemical, or
petroleum and three public agencies.

Institutional Planning

The first function employers commented on was institutional planning or

pretraining planning. This function includes establishing criteria for
selecting personnel, establishing criteria for admissions and selecting
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students, and determining program offerings. The decisions made in this area
have implications for the type of training possible, ultimate competency
levels, and overall training environment of the students. i

Institutional, Pre-training Planning

Table 35 shows the percentage of employers who do contribute to deci-
sions of an insatutional, pre-training nature, what their primary form of
involvement is, and what means are used to communicate employer opinions.

TABLES,

PERCENT OF EOPLOYERS PARTICIPATING IN INSTITUTIONAL

PLANNING/PRETRAINING ACTIVITIES

,

Primary

Involvement

I pe of industry

Nonufecturing

(n . 17)

Blinking,

insurance,

Sales

in 12)

Public Utilities,

Chemical, Petrol.

(n 0)

Public

Agencies

(n 3)

Total

(n 40)

Criteria far

hlring personnel 6$ 151 5$

Criteria for

selecting students 18% 17$ 251 33$ 20%

Screening of

personnel 6% 25$ 13$

Screening of student

appllcatIons 121 6$ EIS

Exchange of

professional staff 60 17% 0$

Determination of

program offerings 41$ 42$ _25$ 33%

Other 101 251 251 01

Form ot

involvement

59% 501 30% 331 50$Advisory committee

Personal

relationship 60

,

170 2$

Formai agreements 13$ 2%

Professional

meetings '

0%

other ,

'

101 17% 17% 131

Across All types of industries, advising on program offering@ isIthe
most often used means of participating in institutional planning. A small
percentage of aYT types of employera suggest criteria for selecting stu-
dents. Employers from manufacturing and fgbm banking, insurance, and sales
appear to be involved in a brdader range of Activities than employers from
the public utility, chemical, and petroleum, or the public agency categories.
Advisory committees are the most commonly used means of communicating
information. Other forms mentioned several times are making executive loans
and having industry persons instruct classes held in training institutions.
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Table 36 shows what percent of employers indicated that their company is
involved in the specific activities listed.

TABLE 36 .

PERCENT OF EMPLOYERS INDICATING INVgLVEMENT
IN SELECTED PLANNING ACTIVITIES

Percent Answering Yes

Manufacturing

(n 17)

Banking,

I msurance,

Sales

(n 12)

Public Utilities,

Chemical, Petrol.

(n . 8)

Public

Agencies

(n . 3)

Total

(n .40)

Suggest criteria
for hiring personnel
for training
institutions 41%

I

58%
,

13%
t

38%

Suggest criteria
to selecting students
for training 47% 58% 50% 33%

.

50%

Assist lb interviewing
or otherwise screening
school personnel 18% 17% 13% 15%

Assist in Interviewing
or otherwise screening
applicants for
training 41% 25% 13%

.

..

15%

Hold exchange prograps
fpr professional staff

Determine occupations
for training 29% 42%

,

50% 35%

Forty-one percent of employers from manufacturing and 58 percent from
banking, insurance, and sales adviiiie institutions regarding criteria for

hiring training personnel: Similarly, 47 percent of manufacturers and 58
percent of bankers et al. make recommendations on criteria for selecting

trainees. Changes in equipment and skills required in those industries would
seem to require personnel and trainees who have somewhat different or addi-

tional competencies'than previously -necessary.- Hence, there is industr9
involvement in establishing selection criteria. Fifty percent of the employ-

ers from the public utilities, chemical, and petroleum industries recommend

criteria for selecting trainees. Their involvement may also reflect the
importance of comMunicating changes needed in personnel within the industry.
Fifty percent of the employers from public utilities, chemical, and petroleum
industries also participate in determining occupational areas for training.
This involvement may reflect new and emerging occupations within these
industries and the need to communicate them to schools.

Training

The second major planning area is occupational training itself. This

involves determining the specific skills to be taught, how they can best be
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taught, and what standards -will be applied to assess competence. ,Table 37
shows the primary contribution employers make to the training curriculum.
Fifty percent of all employers recommend curriculum to meet company stan
dards and 40 percent donate hardware. Advisory boards doniinate as the major
.means of communication.

oFWA.0 raim (4 LPFLOYN.PARTICIPATICN
IN CURN I CUL UM PLANN I NG

-

Pr (mar y

Involvement

Type of Industry

Manufacturing
(n . 17)

BankJng,
I nsurance,

Sales
(n . 12)

Pub I ic Ut i I it les,
Chemical, Petrol.

(n . 8)

Pub I I c
Agencies
(n se 3)

Total
(n n 40)

Donate hardware 35% 17% 100% 40%
Donate
training materials 41% 17% 38% 30%
Recommend curriculum
for licensing 35% . 19% 13% H 33% 25%
Evaluate curriculum 47% 42% 13% 35%
Recommend curriculum
to meet company
standards . 59% 15% 50% 50%

Other_______________________
---,---

Form of
Involvement

76%

.

47% 63% 55%
Advisory ccamittee

Personal
relationship 18% 17% 38% 23%
Formal agreements 6% 8%

,

13% 33% 8%
-Professional
meotIntis

-

6% 8% 13% - 8%
i,thor 29% 8% 13% 33% 13%

In addition to.the primary commitment to the training curriculuW, 60
percent ot the manniacturing industries and 30 percent of the banking and
insurance sales and the public utilities, chemical, and petroleum industries
recommend curriculum changes needed Eo increase the likelihood that graduates
will be hired by their companies. A much smaller percentage of manufacturing
employees (29 percent) actually evaluate the training curriculum. Curriculum
as used in this study encompasses all materials, equipments procedures and
enviroments that have implications for the training.

Placement/Employment

One test of the effectiveness of employer linkages to training occurs
when trainees seek employment. The linkage study shows that the place
ment/employment function is yet another related--but often separate--area
where employers participate in.the delivery of training support services.
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The individuals Snd the com panies that become involved at"this point are
often, different from those involved at the institutional level and at the
program level. Exceptions to this pattern occur where employers have
commitment to hire graduates irom a training program. Where this commitment.
is present, an employer is more likely to be involved in all three functional
areas.

Table 38 indicates how employers communicate their employment needs t o
training institutions. With the exception of public agencies, on/y about
half of the employers notify schools of openings. This suggests that many
employers use other sources to obtain workers. It also indicates that
schools must initiate contact and identify job openings if their graduatep
are to compete successfully. Advisory committees are again the most commonly
used means of communicating employmene needs. Personal relationships among
staff across institutions are also an often used means of communication.

2

TABLE 38

PRIMARY INVOLVENENT OF ENPLOYERS IN
PLACEPENT/ENPLOYPENT ACTIVITIES

Primary
Involvement

T/pe of Industry

Manufacturing
(n 17)

Banking,
Insurance,
Sales
(n. 12)

Public Utilities,
Chemical, Petrol.

(n 8)

Public
Agencies
(n 3)

Total
(n 0 40)

Nofify school
of opening 65% .42% 50% 100% 58%

Send job orders 29% 8% 38%
,

0% 23%

feach interviewing
techniques 29% 25% 25% 33% 65%

Other
,

0% 8%
941

0%

q

43%

Form of
Involvement

53%, 29%

,

38%Advisory committee
'

Personal
relat1onshlp 35% 12% 25% 33% 23%

Formal agreements 6% 0% 13% 0% 5%

Professional
meetings

.

6% 0% 13% 0% 5%

Other _ 6% 13% 0%
.

5%

Improving Linkage

In addition to questions regarding patterns of linkage with training
institutions, the employer survey included three items that solicited the
employer's opinion regarding--

1. what their firm could do to improve its working relationship
with training institutions;

(T°
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2. which of the three functlonal areas (pre-training planning;
training, and employment/placement) they consider most
important tor improving the employment prospects of hard-
to-employ youths;

3. importance of technical skills versus work attitudes in
hiring decisions.

-

There was a wide range of responses to the question of,hOw respondents'
firms can improve the way they work with training institutions. Placing more
staff on advisory committees was the most prevalent category-of response.
Many of the interviewees were personnel officers ahd think that yroduction
supervisors and top-level managers will also benefit by serving on advisory
committree0'.- The second most frequent response was to give suggestions about

r -communication methods apart from advisory committees. Suggestions included
mutual tours, exchanges of staff, and inservice training for teaChers about
business and industry processes. Wider use of cooperative education programs
was also suggested. Several interviewees pointed out barriers in\Morking
with training institutions. Some of these included lack of time, lack of
budget, and lack of awareness on the part of some managers of how working
with training institutions could benefit the company.

Thirty-five respondents'answered the question about the importance of i

the three functional areas. Nineteen feel that pretraining planning is most
critical, and sixteen believe training is most critical. No respondents a#e -

of the opiniOn that employment/placement ii the most critical functional I

area. Those feeling that pretrainting planning is most important generallX
explained their choice by yointing out that students are not always matched
with programs in the best manner, and that a school's array of program offer-
ings determines how fruitful it might be for any Oven firm to work withithat
institution. Employers who beiieve training is most critical feel that :Cur-
riculum and actual skills determine employability.

Of twenty-nine respondents, sixteen think that work attitudes are more
important than technical skills in the hiring decision for a young applf.-
cant. Reasons for this choice are generally variations on the idea that
skills can he taught on the job while attitudes determine the long-range
worth of an employee. Only three respondents think that technical skills are
more important, and all three are involved with hiring for more technical
occupations. -The remaining ten employers say that they consider attitudes
and technical skills equally tn all hiring decisions.

Linkage ay Viewed by'Postsecondary
'Schools and Employers

Much-has been said,about the fact that there should be close cooaffna-
nation and cooperation between the school system and the business sector in a
commOnity. Patterns of linkage have been discussed extensively and the re-
lationship,of linkage practices to aspects of programs and policy have been



identified. Educators and businessmen are continually urged to establish

working relationshipa and to cooperate in establishing and reviewing training

needs and programs. Very little has been said, however, about the resulfs of

such coordinating efforts on the programs and businesses involved.

To secure some insight into what Outcomes might be anticipated from

conscious coordination, a number of educators and business people were asked

to respond to a questionnaire designed by the National Center,for Research in

Vocational Education. The respondents were attending a conference on

Industry-Education Linkage sponsored by Lewis and Clark College, Lewiston,

Idaho, and by the American Society for Training and Development, Spokane,

Washington Chapter. Educators' were asked the following:

1. What would be the major outcome achieved by an effective

linkage with business and industry?

2. What would be different about your vocational education i

program as a result of a successful linkage with business

and industry?

Table 39 presents the percent of respondents who gave an answer that could be

clustered into the listed .categories.

;ABLE 39

ANTICIPATED CUTCOMES OF 'LINKACE KNEEN
Et/PLOYERS AND VOCATIONAL EDUCATION

EDUCATION RESPONSL (n 52)

1. Major Outcomes Percent Responding

a. Improved tra In I ng and °ducat ion 57%

b. Increased relevance to industry needs 50%

c. I ncreased cred ib I I ity, commun ;cat Ion, and understand ng 28%

d. Increased Interest and support_ for schools 26%

o. NiDst .cost-of fect Ivo tra I n Ing 24%

f. Increased numbers trained 23%

2. Changes in Training
a. Improved placement 24%

b. Improved information to students 19%

c. Sharing instructors and resources 13%

:EIDSTNIESS/INOUSTRY RESPONSE (n 9)

1. Major Outcomes Percent Responding

a. Reduced training cost 77%

b. Better trained employees 66%

c. Planned training and placement system 44%

2. Changes In Training
a. Goncon;rate on updating and.spoc.if ic problems 55%

b. Reduce or eliminate comEany training 44%
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Business people were asked these questions:

I. What would be the major outcome achievedby an effective linkage
with vocational education?

2. Whit would be different about you-r method of training as a result
of a successful linkage with vocational education?

While it appears that educators and business people may have some
ditterent expectations of linkages with each other, there seems to be a
mutual belief that coorieration will produce a better trained worker in a,
more efficient and effective way.

42

1

1

1



ChAPTER

FUTURE DIRECIONS

Powerful social and ecOnomic forces ar not at work that promise to
change the relationships betweetyhe OriVate employment sector and our
nation's educational institOtions.L There is a definite need for local

'commitment by both the emplOyment Community nd the educational establishment
to the long-term training needs.of our total population. Increased linkage

and collaboration between the private employment sector and'educational
institutions should contribute to reduced training costs and better
preparation of young people for work.

Re4earch conducted at the National Center for Research.in Vocational
Education indicates that the 1980s will be characterized by high rates of
technological change and high levels of,investment in capital equipment.
Coupled with these developments will,be lower levels of publi0 expenditure

and increase competition for public dollars. Those involved in delivering

vocational ducation and job training are likely to find themaelves trying to
keep pace w th rapid changes in technology and equipment with fewer dollars
to do so. hese technological and economic conditions seem likely to produce
strong pressures for increased use of skill preparation programs by
employers.

Notin that the social impact.of the technological revolution on the

American orkplace in the next decades is exPec'!ted to be dramatic, the Joint

Economic ommittee of the U.S. Congtess (1980) concludes that "the jobs
created w 11 require a great degree of technical skill . . . and training and

educatio programs which are more carefully coordinated with market develop-
ments wi 1 be needed" (p. 36). The Committee further concludes that techno-

logical nd social changes:

. suggest the need for continued examination of the relationship
be ween work and education. . 1 New links must be forged between
ed cation institutions, training programs, and private employera.

Th future employment market will require not only competency in

th basic skills, but also attention to increasingly complex job-
re ated skills that enable employers to adapt to changing technol-
og , employment patterns, and job opportunities. (p. 26-27)

Ari overriding, common concern of business and education is that an
adedequjite number of trained people be available to serve the needs of our

economy (Striner 1982). To meet our growing needs for a.more highly skilled
labor fOrce, greater linkage and collaboration are needed between the pri-
vate setor and the educational system. Unfortunately, past etforts to bring
schools and employers into better alignment "have often been conducted on a
fragmented, duplicative, and uncoordinated basis" (Clark 1982).

Research on linkage conducted at'theNational Center reported in this
document has uncovered some interesting relationships and useful conclusions.
Linkage occurs at two levels: (1) the institution level, and (2) the prograd
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or classroom level. Indicators of linkage at the institutional level include
the background of the executive directors, the time they spend talking with
local employers, and the involvement of the advisory committee in the organ-

ization. Indicators of training program linkage include the background of
the.classroom teachers and the time they spend talking to employers. The

research uncovered a number of other findings as well:

CETA organizations that have j4rong linkage with employers
tend to fund training programs at institutions with strong
linkage.

Institutional-level linkage is assoclated witl) being
selective about who is admitted Anto the program, .(2) the
inclusion of basic skills instruction in the training cur-
riculum, (3) a greater tendency to.start programs at

the suggestion of local employers, (4) a greter tendency
to cancel programs due to lack of ,deman6d.

Almost no association was found between institutional linkage and program
linkage, or between institutional linkage and other characteristics of the
training program. There is, however, a tendency foi programs with strong'

linkage to be more iik'ely to--

have business-donated equipment and training materials;

have designed the curriculum in response to recommenda-
tions of local business people;

have developed a curriculum that is specific to the
needs of a particular employer;

provide job search training that includes mock inte rviews

and actual practice at contacting employers; an4.

discipline students for rule infraction such as
absenteeism.

In summary, the study demonstraled that linkage' at the institution level'

influences the decisions made at that level (e.g., ideritification of vendors
with whom to contract, of programs to offer, and of admissions criteria to
use), tut that.linkage at Xhe institutional level has very little influence
on linkage at the training program level or on the specifics qf how the
training is provided.

These relationships do not immediately suggest a theoretical framework
fox answering important questions related to linkage, however. Answers are

Atill needed to to questions such as the following:

What are the costs of linkage?

How does linkage benefit employers?
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How does lickage benefit high-risk youth?

What are the circumstances under Which linkage produces
the most and least benefits?

How can cAsts2of linkage be minimized?
t.

A Deneral'optimizing model is needed that will supply answers tO these

and otHer persistent ques iOns. Such a model should incorporate such factors

as degree of specificity.of training and cost of equipment iequired in the

training. These factors should influence the level of linkage that is .

needed, and its'cost.

Additionally, the meaning of the concept of linkage needs :to be clari-

fied and measurements to 116 speCified. The ongoing process of collecting

data regarding linkage enObasizes the need'for this conceptual analysis.

An optimizing model will refine and expand the framework for conceptually

.struCtUring linkage as a phenome4op, and will serve to strengthen the basis
for,designing and conducting targeted studies'of the linkage process and its

outcomes'.
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